The sugar industry contributes about 15 percent to the Kenya's agricultural GDP and supports an estimated 25 percent of the country's population. The objective of the study was to assess the influence of human resource capability in the context of strategic capability on competitive advantage of sugar companies in Western Kenya The target population was composed of six sugar companies; the respondents were 727 managers and the sample size consisted of 88 respondents with a response rate of 73%. The primary data was collected using a questionnaire pretested for validity and reliability. Descriptive and inferential statistics were used to analyze the data. The logit results showed that companies that had a strong human resource capability were 1.012 times more likely to be competitive compared to those that had a weak human resource capability; correlation result was a weak positive statistically insignificant correlation between human resource capability and competitive advantage( r= 0.003) and hypothesis result showed that there was no statistically significant relationship between human resource capability and competitive advantage of sugar companies in Western Kenya. It was concluded that companies that had strong human resource capability were more likely to enjoy competitive advantage compared to those that had weak human resource capability. Competitive advantage of the sugar companies in Western Kenya is positively influenced by the human resource capability. It was recommended that the sugar industry should pay keen attention to how human resource capabilities are placed and utilized. If observed, the competitive advantage would be enhanced which would then lead to better performance of the sector.
Kenya's rural economy, contributing about 15 percent to the country's agricultural GDP (KSI, 2009 ). Smallholder farmers supply over 92 percent of the sugarcane processed by sugar companies, while the remainder is supplied by factory-owned nucleus estates (KSI, 2009; KSB, 2010 ). An estimated 25 percent of the country's population depends directly or indirectly on the sugar industry for their livelihood. Barney (1991) argues that determinants or sources of competitive advantage of a firm are resources which are rare, valuable, inability to be imitated, and inability to be substituted. One of these resources include the human capital, several authors have researched on the importance of training and development, leadership and labour turnover in achieving competitive advantage. The source of sustained competitive advantage is the human capital that constitutes the entire organization (Wright, McMahan & McWilliams, 1993; Chuang, Liu & Chen, 2014) . Batool and Batool (2012) research found a positive relation between training and development and competitive advantage. Zoubi (2012) found out that leadership competences had a statistically significant impact on competitive advantage. On the Kenyan side Bula (2012) found out that labour turnover frustrates and impacts negatively on sugar firm performance in Kenya. Several authors in Kenya have written about the strategic issues facing the sugar industry in Kenya but there is limited local empirical researches linking these problems to the influence of Human Resource capabilities on competitive advantage of the Kenya sugar industry. Therefore, there is a gap which this study filled by assessing the influence of human resource capability on competitive advantage of sugar companies in western Kenya.
Statement of the Problem

Objective of the Study
To assess the influence of human resource capability in the context of strategic capability on competitive advantage of sugar companies in Western Kenya.
Research Hypothesis H0:
There is no statistically significant relationship between human resource capability and competitive advantage of sugar companies in Western Kenya.
Theoretical Review Porter's Diamond Theory
The model is an economical one developed by Porter (1990) . Porter analyzed for four years, ten countries with important share in international commerce (Denmark, Germany, Italy, Japan, South Korea, Singapore, Sweden, Switzerland, Great Britain and USA), establishing the system of the determinants which determine the obtaining of the competitive advantage. Porter's model takes the industry structure (outside -in) as its starting point. This model consists of four national determinants of competitive advantage: factor conditions (human resources, material resources, knowledge resources, capital resources, and infrastructure), demand conditions (home demand for products and services produced in a country), related and supporting industries (existence or non-existence of internationally competitive supplying industries and supporting industries) and firm's strategy, structure and rivalry (conditions in a country that determine how companies are established, organized and managed, and that determine the characteristics of domestic competition). Porter's theory is that these factors interact with each other to form conditions where innovation and competitiveness occurs. This explains the existence of so-called low cost-countries (low costs of labour) (Porter, 1990) .
Human Capital Theory
"Human capital" can be defined as knowledge, skills, attitudes, aptitudes, and other acquired traits contributing to production (Goode, 1959) . Smith (1776), Sidgwick (1901 ), Say (1821 ), Mill (1909 and Roscher (1878) as cited by Kiker (1966) , were the early contributors to the literature on human capital economics as an investment which generates a return. Human capital theory was initially developed by Becker (1964) . According to this theory, a more educated/skilled workforce makes it easier for a firm to adopt and implement new technologies, thus reinforcing returns on education and training. Empirical studies by Barro (1991), Baumol, Blackman, and Wolf (1989) and Mankiw, Romer, and Well (1992) provide evidence supporting the aggregate effects of education and training. Melike, Melda, Seckin and Elcin (2005) have criticized human capital theory from three different points of view in time. One of the criticisms is that the theory is difficult to be tested, quality of education is not considered and those who take investment decisions cannot calculate its possible rates of return. Another point criticized is the problem of skills. Finally, another criticism of the theory is the dual job market in the context that education will not be sufficient in eliminating income inequality.
Resource Based View Theory
The origins of the Resource-based view theory (RBV) can be traced back to earlier works by Penrose (1959) . She suggested that these resources may only contribute to a firm's competitive position to the extent that they are exploited in such a manner that their potentially valuable services are made available to the firm. A central premise of the resource-based view is that firms compete on the basis of their resources and capabilities. The RBV has emerged in recent years as a popular theory of competitive advantage (Barney, 1991; Wernerfelt, 1989) . Newbert (2007) indicates that in 2001, Barney and Arikan published an assessment of 166 empirical articles that tested the RBV in one form or another. Newbert further states that the authors concluded from this study that of these 166 studies, only four (2%) results were at least partially inconsistent with RBV logic. This theory has been criticized from the perspective of modern strategic management, the early (Penrose, 1959) understanding of competitive advantage was missing a dimension in that she didn't address the question of how enterprises develop sustainable superior competitive advantage, but instead implicitly adopted a profit-seeking framework. Second, it is regarded as a static theory because it fails to address the fundamental issue as to how future resources can be created (Barney, 2001a, b) . Thirdly, RBV does not account for competitive advantage for enterprises in highly dynamic markets. Notwithstanding, scholars have tested basic tenets of RBV and culminated in consistent results and such criticisms have been regarded as academic (Lahiri, 2013; Schroeder, Bates, & Junttila, 2002) .
Dynamic Capabilities Theory
According to Pavlou and Sawy, (2011) , the dynamic capabilities view originates from Schumpeter's innovation-based competition where competitive advantage is based on the creative destruction of existing resources and novel recombination into new operational capabilities. The concept of dynamic capabilities (DCs) is also the extension of resource-based view (RBV) for its ability to respond to rapidly technological change (Teece, 2007) . Dynamic capabilities have lent value to the RBV arguments as they transform what is essentially a static view into one that can encompass competitive advantage in a dynamic context (Barney, 2001a, b) . Empirical researches suggest that the use of DCs is better under rapidly changing environment (Wu, 2010) . Augier and Teece (2009) concluded that dynamic capabilities have a tripartite structure: the capability to sense opportunities; the capacity to seize opportunities and the capacity to manage threats through combination, recombination and reconfiguration of assets inside and outside the enterprise's boundaries.
Conceptual Framework
Figure 1: Conceptual Framework
Empirical Literature Review Strategic Capabilities Johnson, Scholes, and Whittington (2011) define Strategic Capability as the adequacy and suitability of the resources and competences of an organization for it to survive and prosper. According to Day (1994) as cited by Almeida, Lisboa, Augusto, and Batista (2013) capabilities are a complex bundle of skills and accumulated knowledge that enable firms to coordinate activities and make use of their assets to create economic value and sustain competitive advantage. Resources are the assets that organizations have, and competencies are the ways those assets are deployed effectively, that is, 'what the organization does well' (Johnson, Scholes, & Whittington, 2011 
Human Resource Capability
The human resource capability of an organization consists of reliable access to the required people (quantity) with the skills, abilities, attributes and competencies (quality) that the organization needs to meet its purpose and deliver its outputs, in accordance with its strategic goals (State Services Commission, 1999) . Hiring competent employees and developing those competencies through effective human resource practices, underpins organizational capability (Ulrich & Lake, 1991) .
Theorists focus on the need to develop a pool of human capital that has either higher levels of skills or achieving a better alignment between the skills represented in the firm and those required by its strategic intent (Wricht, Dunford, & Snell, 2001 Human resources are one of the most valuable resources of an organization and indeed an organization is nothing without human resources (Wesonga, Kombo, Murumba, & Makworo, 2011) .
Collins (2009) avers that no company can consistently grow revenues faster than its ability to get enough of the right people to implement that growth and still become a great company. Park, Gardner, and Wright (2004) noted that consistent utilization of HR capabilities is the most consistent step toward developing and maintaining competitive advantage. According to Bontis and Serenko (2007) employee capabilities depend on their training and development as well as job satisfaction levels.
Human Resource Capability and Competitive Advantage of Sugar Companies
Nguyen, Neck, and Nguyen (2009) researched on the relationship between Knowledge Management (KM) and Sustaining Organizational Competitive Advantage basing on Resource based theory. Three main constructs were technical knowledge management capability, social knowledge management capability and competitive advantage (CA) and were measured using seven-point Likert type scales. Multiple linear regression analysis was performed, and the findings showed that cultural and technological KM dimensions made a unique statistically significant contribution to a firm's CA. Zoubi (2012) found out that leadership competences had a statistically significant impact on competitive advantage. Data was collected through a five-point weighted Likert questionnaire and analyzed. Descriptive analysis frequencies, means and standard deviation were calculated while one-way ANOVA was used to test the hypothesis, and finally simple regression analysis was calculated to assess the impact of leadership competences on competitive advantage in the JTI. Kahreh, Ahmadi, and Hashemi (2011) established that internal processes largely rely on how capabilities are harnessed for competitive advantage. Data was gathered from 55 academicians and experts in the field of financial services by means of a questionnaire. Statistical analysis showed that empowering employees is positively affected on the three main dimensions of competitive advantage (responsiveness, innovation, and efficiency) for the organizations in the financial services sector in Iran. In the Kenyan context, Bula (2012) found out that labour turnover impacted negatively on the sugar firms. A sample of three sugar firms was used and 120 questionnaires were distributed with a responds rate of 94.17%. Mutunga, Minja, and Gachanja (2014) found out that Executive and Management competencies at innovation are critical success factors in food and beverage companies in Kenya. The population of the study consisted of 138 food and beverage manufacturing firms in Kenya registered with the Kenya Association of Manufacturers (KAM) by 2011 from which 95 companies located in Nairobi, Mombasa and their environs were chosen as the sample.
Research Gaps
Literature review on influence of human resource capability on competitive advantage came up with Knowledge management (KM) and sustaining Organizational competitive advantage (Nguyen et al. ,2009 ); leadership competences on competitive advantage (Zoubi, 2012) ; Achieving competitive advantage through empowering employees (Kahreh et al. , 2011) ; influence of Labour turnover in the Sugar Industry in Kenya (Bula, 2012) and innovative adaptation and operational efficiency on sustainable competitive advantage (Mutunga et al. , 2014) . Each of these studies looked at only one aspect of constructs contributing towards human resource capability. From the review of literature, it can be seen that not much work has been done on the influence of human resource capability. Gaps have emerged from the empirical studies and this research addresses some of these gaps.
Research Methodology
The study adopted a descriptive cross section and correlation designs and used a purposive sampling, at the institutional level to obtain the empirical data. This design was used because it allows statistical inferences to broader population (Nachmias & Nachmias, 2005) .The target population of this study was the sugar companies in Kenya. The sample consisted of six sugar companies namely: Muhoroni, Chemelil, Mumias, Nzoia, South Nyanza and West Kenya and the respondents were 727 senior and middle level managers working in these companies. The respondents were 88 drawn from 727 senior and middle level managers working in the six sugar companies Yamane (1967) provides a simplified formula for calculating the sample size of the respondents. A 95% confidence level and precision level, e= ±10% is assumed for the equation as follows: n=
Where n is the sample size and N is the respondents' size. Sampling proportionate to size was undertaken to come up with the total number of middle and senior-level managers in each company. Out of the 88 respondents, 22 were senior managers while 66 were middle level managers. Convenience sampling was used during data collection from the respondents. The instrument for primary data collection was a numerical 5-point Likert scale questionnaire pretested for reliability and validity. Secondary data was collected using secondary data collection form and was obtained from the relevant documents of the firms, Kenya Sugar Board and AFFA Year Book of Sugar Statistics. Quantitative data was collected to offer an opportunity to probe, further, into the research issues. The questionnaires were administered by the researcher to the respondents in Muhoroni, Chemelil, Mumias, Nzoia, South Nyanza and West Kenya sugar companies. Descriptive statistics was used to summarize both the primary and the secondary data to enable meaningful interpretation and description. The descriptive analysis techniques that were used in this study were: percentages, means, overall mean and standard deviation. Baggaley and Hull (1983) , Maurer and Pierce (1998), Allen and Seaman (1997) and Vickers (1999) as cited by Brown (2011) have argued that Likert scales can indeed be analyzed effectively as interval scales. Inferential statistics was used in the study to enable the researcher to reach conclusions about the relationship between the variables. Logit regression was used to help answer the objective and find out if the research could be generalized from the sample to the population. Correlation analysis was performed to determine if variables were correlated and further to determine the strength and the direction of the relationship between the variables. The correlation strengths were interpreted using Cohen (1988) decision rules Chi-square statistic was used for hypothesis testing to determine the relationships and predictions between the independent and dependent variables. The hypotheses were tested within 95 per cent level of confidence interval or 5 per cent level of significance. The Chi-Square statistic test was also used for the fit of the model
Study Findings Bio-data of the respondents
The Bio-Data indicates that the human resource in the sugar company is up to the task as shown by the bio-data. The sugar sector has youthful staff equipped with adequate knowledge, experience and education to manage the sugar industry. The sector also has very experienced staff that has several years to work for the company before retirement. If, the performance of the sugar industry is poor; then it is due to other factors. 
Descriptive Statistics
The study examined human resource capability indicators which were training and development of staff, company leadership and labour turnover in regard to how they influenced the competitive advantage of the sugar companies in Western Kenya. The research results are shown in Table 2 to Table 7 using a Likert scale of 1-5 where 5= Strongly Agree; 4=Agree; 3=Neutral; 2= Disagree; 1 = Strongly disagree Overall mean 3.29 1.23 From table 2, the most favored staff training, and development method used in the sugar industries under study was the management trainee and apprenticeship training. The second most used method for manpower training and development within the firms was the strategic plan training approach. Table 3 provides the results for the study on leadership and competitive advantage. Leadership overall mean of 4.10 point to the fact that leadership in the organizations to a large extend provided conducive and enabling environment for the operations of the sugar industries under study and standard deviation of 0.96 indicated that there was moderate convergence of respondents on leadership. On all aspects of leadership in the questionnaire the Likert item mean scores were high. For labour turnover only three Likert item means were 3.45 and above. The human resource capability had an average mean of 3.59 and standard deviation of 1.11. These were obtained by adding means and standard deviation for questions in Tables 1 to 3 and dividing by the total number of questions respectively. The mean shows that the sugar industry has invested to a large extend in human resource capability. Table 5 shows that 40.6% of the respondents were of the view that most training in their organization targeted the development of managerial skills as opposed to 18.8% of the respondents who felt that trainings in the organization were geared towards the development of technical skills. Lack of emphasizing training of staff on technical skills is likely to lead to depletion or reduction of technical skills in the organization which are critical to achieving the competitive advantage. From Table 4 , the overall mean Likert scale for labour turnover was 3.25. This indicated possibility of employees leaving the organizations. The respondents felt that it was unlikely or rare for the union staff to resign as exhibited by the nil score.
The study used secondary data on resignations of employees and the length of service of the respondents in their present companies to verify this perception that senior and middle level manager were likely to leave the organizations. The information was provided by the companies and is tabulated in Table 7 From the primary data, 68.8% of the respondents felt that senior and middle level managers in the organizations were prone to resignations. If this view was held true, then 68.8% of all resignations each year would be attributed to senior and middle level managers. This meant that in the last five years the total number of senior and middle level managers who had resigned would be; Muhoroni 20 against staff strength of 64, Chemelil 32 managers against the establishment of 67, West Kenya 30 managers against 30 positions, Nzoia 29 resignations of middle and senior managers against 226 positions, South Nyanza 39 managers against 140 and finally Mumias 62 managers against 200 managers. This result was supported by the demographic data from Table 1 where 32.8% of the respondents' length of service in the Organization was less than five years. This high labour turnover amongst middle and senior managers destabilizes the smooth running of the institutions and is detrimental to the experience required to facilitate continuous, efficient and effective running of the sugar industry in the long run. We therefore fail to reject the null hypothesis and conclude that there is no sufficient evidence to support a statistically significant difference in the relationship between human resource capability and competitive advantage of sugar companies in Western Kenya. The logit results revealed that companies that had strong human resource capability were 1.012 times more likely to enjoy competitive advantage compared to those that had a weak human resource capability, however, this relationship was statistically insignificant (p=0.981). This leads to a conclusion that the influence of the human resource capability on the competitive advantage of the sugar companies under study depends to a large extent on how human resource is deployed rather than the availability of the human resources.
Correlation Analysis
Logit Regression Analysis
Summary of Findings
The study established that training and development of employees was given moderate consideration in the sugar firms. Most training in the organizations target the development of managerial skills as opposed to the development of technical skills. Lack of training of staff on technical skills is likely to lead to depletion or reduction of technical skills in the organization which are critical to achieving the competitive advantage. The sugar firms under study are expected not to perform very well and enjoy competitive advantage due to limited investment in training and development of their employees in technical fields. Leadership in the organizations to a large extend provided conducive and enabling environment for the operations of the sugar industries. Employee retention issues were being implemented moderately in the sugar companies with the end result of creating some level of employee dissatisfaction. Demographic data indicated high labour turnover among the middle and senior level managers. This is detrimental to the smooth continuity of business in the sugar industry and its competitive advantage. Employees are the backbone of any business success and therefore, they need to be motivated and maintained in the organization if the firms have to enjoy competitive advantage. The outcome of logit regression analysis was that there was a positive relationship between the human resource capability and competitive advantage; however, this relationship was statistically insignificant. Correlation analysis established that there was a statistically insignificant weak positive correlation between human resource capability and competitive advantage. Hypothesis testing established that there was no sufficient evidence to support a statistically significant difference in the relationship between human resource capability and competitive advantage of sugar companies in Western Kenya. Hence, the null hypothesis was accepted.
Conclusions
The relationship between human resource capability and competitive advantage of sugar companies in Western Kenya is not statistically significant as indicated by the weak correlation and logit analyses results and by the hypothesis results. This research contributes to the understanding of the critical factors affecting the competitive advantage of sugar companies in Kenya in comparison to other COMESA sugar growing countries. The research opens up areas for further research on strategic factors affecting the sugar industry in Kenya and by extension the COMESA region. The study is important to the sugar companies' managers and the government of Kenya in understanding and addressing some of the perennial problems facing the sugar industry in Kenya. The research contributes to the body of knowledge in the Kenyan sugar sector and awakens the managers and the government of Kenya in reevaluating the factors critical to the performance of the sugar industry. Companies that had strong human resource capability were more likely to enjoy competitive advantage compared to those that had weak human resource capability. Competitive advantage of the sugar companies in Western Kenya is positively influenced by the human resource capability.
Recommendations
The industry should pay keen attention on how human resource capabilities are placed and utilized. If observed, the result is likely to lead to better performance of the sector. The Bio-Data indicates that the human resource in the sugar companies is up to the task. The sugar sector has both youthful staff equipped with adequate knowledge and education, and mature experience staff to lead the sugar industry to success. The sector also has very experienced staff that has several years to work for the company before retirement. Yet, the sugar sector in Kenya is not competitive in comparison to other COMESA sugar producing countries. If, the performance of the sugar industry is poor; then it is due to other factors. If these other factors are not addressed; then the sugar sector in Kenya will remain a drain on the Ex -Chequer draining useful resources which would otherwise be used for the development of the nation.
